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Organizational commitment are recognized as a part of organizational behaviour which 
defined as an internal individual bonding towards the organization. Close connection that 
they have towards the organization shows what they feel to fit in and their understanding 
on organizational mission and vision. Thus, this will show how committed they are 
towards the organization. Their high determination in work will produce high 
productivity besides giving their full support in achieves organizational goals. This main 
objective of this study is to examine the relationship of human resource management 
practices ( compensation and benefit, performance appraisal and training and development) 
towards organizational commitment. This study was conducted at Boustead Naval 
Shipyard, Lumut, Perak as a well-known and established organization which involved a 
number of 217 respondents as a sample size. The data had been collected by developed 
questionnaire and had been analyzed by using Statistic Package for Social Science (SPSS) 
software version 21.  Throughout this study, it is found that there are employee's turnover 
issue arising in this organization. The rate of turnover employee is quite high for these 
past few years. However, from the finding it shows that employee is still having their 
high commitment towards the organization. It can be shown by the statistic number of 
employees who are re-joining back the company after few years. This organization also 
has a number of employees which have a postgraduate qualification and still remain 
working in that company. From the statistical analysis, there is a significant relationship 
between human resource management practices towards employee organizational 
commitment. 
Keywords: organizational commitment, human resource management practices, 
compensation and benefit, performance appraisal, training and development 
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ABSTRAK 
Komitment organisasi merupakan sebahagian daripada elemen yang terdapat di dalam 
gelagat organisasi yang bermaksud ikatan dalaman yang dimiliki oleh seseorang individu 
terhadap organisasi. Hubungan rapat oleh seseorang individu ke atas sesebuah organisasi 
menunjukkan bahawa mereka berasa sesuai dengan tugasan yang diberikan serta 
memahami misi dan visi organisasi. Secara tidak langsung, ia akan menunjukkan betapa 
komitednya mereka terhadap organisasi. Kesungguhan penuh akan menghasilkan 
produktiviti kerja yang tinggi serta akan menunjukkan sokongan penuh dalam mencapai 
matlamat organisasi. Objektif utama dalam menjalankan kajian ini adalah untuk 
mengenal pasti hubungan diantara amalan pengurusan sumber manusia (ganjaran dan 
pampasan, penilaian prestasi serta latihan dan pembangunan) ke atas komitmen 
organisasi. Kajian ini telah dijalankan di Boustead Naval Shipyard, Lumut, Perak dimana 
ia merupakan salah sebuah organisasi yang terkenal dengan industri pembuatan maritim 
di Malaysia. Seramai 217 orang responden telah dipilih sebagai saiz sampel dari pelbagai 
tingkat pangkat dan jabatan. Data telah dikumpul menggunakan kaedah kaji selidik serta 
di analisis menggunakan perisian Pakej Statistik untuk Sains Sosial (SPSS) versi 21. 
Melalui kajian ini, ia menunjukkan bahawa isu pulih ganti telah berlaku didalam 
organisasi ini. Kadar pulih ganti tersebut menunjukkan bilangan yang besar sejak 
beberapa tahun yang lepas. Namun begitu, pekerja yang masih bekerja di organisasi 
tersebut masih menunjukkan tahap komitmen yang tinggi terhadap organisasi. Ini dapat 
dilihat berdasarkan statistik data yang menunjukkan sebilangan pekerja yang masuk 
semula bekerja di organisasi tersebut setelah meninggalkannya beberapa tahun yang lepas. 
Organisasi ini juga mempunyai sejumlah pekerja yang mempunyai kelayakan Pasca 
siswazah dan masih terus berkhidmat bersama organisasi itu. Berdasarkan analisis 
statistik, kajian mendapati bahawa terdapat hubungan yang signifikan wujud diantara 
amalan pengurusan sumber manusia yang diamalkan oleh organisasi terhadap komitmen 
organisasi pekerja. 
Kata kunci: komitmen organisasi, amalan pengurusan sumber manusia, ganjaran dan 
pampasan, penilaian prestasi serta latihan dan pembangunan 
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This chapter describes a brief background of the research. It explores the problem 
statement, objectives of the study, research questions, and scope of the study and the 
significance of the study. Definition of key terms and outline of the dissertation is also 
provided at the end of the chapter. 
1.1 Background of the Study 
Employees are vulnerable assets in each organization. Employers realized that having a 
stable workforce which is committed on the task assign will produce a high productivity 
thus it will achieve their high competitive advantage. Committed employees with a high 
motivation have a less intention to leave the organizations. 
An organizational commitment play a crucial role as it is is one of the most importance 
aspects to under organizational behaviour. It can be classified as an individual bond 
attaches on their attitudes towards organization. Previous studies shows that researcher 
had applied many theory in order to determining key factor which influenced employee 
to retain and increasing their job productivity thus will build up employee spirit to 
become more committed towards organization. 
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Othman Yeop Abdullah 
Graduate School of Business 
Universit i  Utara Malaysia 
QUESTIONNAIRE SURVEY 
Dear Respondent, 
I am currently pursuing my studies in Master of Human Resource Management program at School 
of Business Management, College of Business, Universiti Utara Malaysia (UUM). As a partial 
fulfilment towards completing this program I need to conduct and complete a research related to 
"Relationship of Human Resource Management Practice (HRMP) towards 
Organizational Commitment- Case of Boustead Naval Shipyard Sdn Bhd". 
This questionnaire is designed to obtain information regarding human resource management 
practices in the organization as well as training and development, performance appraisal, inclusive 
the compensation and benefit. It contains three sections which is Section A, Section B and 
Section C. 
Your contribution and willingness to spend approximately 10 minutes of your time to complete 
this survey is highly appreciated. All information given by the respondent will remain 
CONFIDENTIAL and will be used for ACADEMIC PURPOSE ONLY. 
Thank you for your participation and cooperation in completing this survey. 
Your sincerely, 
Nurayuni Binti Abdul Aziz 
Candidate for Master of Human resource Management 
Universiti Utara Malaysia 
060 IO Sintok, Kedah 
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Section A : Background of Respondent 
Bahagian A : Latar belakong Responden 
Please tick(.../) in the box which applies to you. 
Si/a tondakan (-.J} pada kotak yang berkenaan berkaitan onda. 
Gender {Jantina): O Male {Lelaki) O Female {Perempuan) 
Age (Umur): O Below 20 years old (520 tahun) 
O 21 to 30 years old (21 hingga 30 tahun) 
0 31 to 40 years old (31 hingga 40 tahun) 
O 41 to 50 years old (41 hingga 50 tahun) 
O 51 to 60 years old (51 hingga 60 tahun) 
Length of service (Tempoh berkhidmat): 0 Less than 1 year (5 1tahun) 
0 2 to 5 years (2 ke 5 tahun) 
O 6 to 10 years (6 ke 10 tahun) 
O 11 to 15 years ( 11 ke 15 tahun) 
016 to 20 years (16 ke 20 tahun) 
0 21 years and above ( 2 21 tahun dan ke atas) 
Education level (Tahap Pendidikan): 0 Doctorate of Philosophy (PHD)(ljazah Doktor Falsafah) 
O Masters (ljazah Sarjono) 
O Bachelor of Degree (ljazah Sarjano Muda) 
O Diploma (Diploma) 
O Malaysian Skill Certification {Sijil Kemahiran Malaysia) 
O Sijil Tinggi Persekolahan Malaysia (5TPM) 
O Sijil Pelajaran Malaysia (SPM) 
Position in Organization: 
(Jawatan di dalam organisasi) 
O Senior Manager and above (Pengurus Atason j) 
O Manager (Pengurus) 
O Senior Executive (Eksekutif Kanan) 
O Junior Executive (Eksekutif Muda) 
O Fresh Entry Level (Pengambilan baru) 
O Non-Executive (Bukon Eksekutif) 
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Section B : Human Resource Management Practices 
Bahagian B : Amalan Pengurusan Sumber Manusia 
Respond to each of the statement below by circle the extend to which you agree or disagree with 
them. Please use the following rating for your response. 
Berikan maklum balas dengan menandakan bu/at berdasarkan pernyataan di bawah soma ado 
anda hersetuju atau tidak bersetuju. Si/a gunakan ska/a yang berikut bagi setiap respon anda. 
Scale (Skala) 
Strongly disagreed Disagreed Neutral Agreed Strongly Agreed 
(Sangat tidak bersetuju) (Tidak bersetuju) (Tidak pasti) (Bersetuju) (Sangat Bersetuju) 
I 2 3 4 5 
Extensive training and development programs are offered by the 
I 
company to improve my job skills. 
I 2 3 4 5 
Pelbagai program latihan dan pembangunan yang ditawarkan 
oleh syarikat untuk 1neningkatkan ken,ahiran kerja soya. 
My work performance is determined based on the set Annual 
2 
Performance Target. 
I 2 3 4 5 
Prestasi kerja soya ditentukan atas Sasaran Kerjo Tahunan yang 
dirancang . 
The salary increment that I obtain depends on my Annnal 
3 
Performance Appraisal. 
1 2 3 4 5 
Jumlah kenaikan gaji yang soya pero/ehi bergantung kepada 
Penilaian Prestasi Tahunan. 
Opportunities for advancement are available to all staffs. 
4 Pe/uang-peluang untuk peningkatan sentiasa terbuka untuk I 2 3 4 5 
se,nua kakitangan. 
Besides the achievement of Annual Performance Target, my 
performance is also being evaluated based on my commitment 
5 
and involvement to the company. 
1 2 3 4 5 
Selain dari pencapaian Sasaran Kerja Tahunan, prestasi lain 
l,seperti komitmen dan penglibatan dalam aktiviti lain dalam 
',,yarikat akan turut diambi/kira. 
81 
Rewards (bonuses, awards and benefits) that I receive depend on 
6 my Annual Performance Appraisal. 1 2 3 4 s 
Ganja ran (bonus, anugerah dan faedah) yang diterima 
bergantung kepada Penilaian Prestasi Tahunan saya. 
Training programs offered by the company help me to develop 
7 
varieties of skills and ability. 
1 2 3 4 s 
Program latihan yang ditawarkan o/eh syarikat dapat membantu 
saya untuk mempe/bagaikan kemahiran dan keupayaan. 
The degree of my performance evaluation is based on my Annual 
8 
Performance Appraisal Report. 
1 2 3 4 s 
Tahap penilaian prestasi saya adalah berasaskan kepada 
laporan Prestasi Penilaian Tahunan. 
I am satisfied with the process used to determine my 
9 non-financial rewards (awards and benefits). 1 2 3 4 s 
Saya amat berpuas hati dengan kaedah yang digunakan untuk 
menentukan ganjaran bukan kewangan (anugerah danfaedah). 
Career counselling and planning assistance are provided to all 
10 
staffs. 
1 2 3 4 5 
Kaunseling untuk kerjaya dan bantuan perancangan disediakan 
untuk se,nua kakitangan. 
My Annual Performance Appraisal is based on the agreement 
11 
between me and my superior. 
1 2 3 4 5 
Penilaian Prestasi Tahunan saya berdasarkan persetujuan 
antara soya dengan pegawai atasan soya. 
The amount of income that I receive reflects on what I deserve. 
12 Iumlab pendapatan yang saya perolehi adalah setimpal dengan 1 2 3 4 s 
apa yang layak saya perolehi. 
The training provided by the company helps me to enhance my 
13 
work performance. 
1 2 3 4 s 
latihan yang disediakan oleh pihak syarikat telah dapat 
membantu saya untuk ,neningkatkan prestasi kerja. 
14 
My performance is evaluated based on my work output. 
1 2 3 4 s 
Prestasi saya dinilat berdasarkan hasil kerja saya. 
I am satisfied with compensation offered by this company. 
IS Saya berpuas hati dengan pamposan yang ditawarkan di syarikat 1 2 3 4 s 
ini. 
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Section C : Organization Commitment 
Bahagian C : Komitmen Organisasi 
Respond to each of the statement below by circle the extend to which you agree or disagree with 
them. Please use the following rating for your response. 
Berikan maklum balas dengan menandakan bu/at berdasarkan pernyataan di bawah sama ada 
anda bersetuju atau tidak bersetuju. Si/a gunakan ska/a yang berikut bagi setiap respon anda. 
Scale (Skala) 
Strongly disagreed Disagreed Neutral Agreed Strongly Agreed 
(Sangat tidak bersetuju) (I'idak bersetuju) (Tidak pasti) (Bersetuju) (Sangat Bersetuju) 
I 2 3 4 5 
I am willing to put in a great deal of effort beyond that normally 
I 
expected in order to help this company be successful. 
I 2 3 4 5 
Saya bersedia untuk ,nenyumbangkan sepenuh usaha bagi 
mencapai kejayaan syarikat. 
I talk up this company to my friends as a great organization to 
2 work for. I 2 3 4 5 
Saya memberitahu rakan-rakan yang lain bahawa ini adalah 
'i,syarikat yang terbaik untuk bekerja 
I feel very little loyalty to this company. 
3 Saya merasakan tahap kesetiaan yang amat rendah terhadap I 2 3 4 5 
'i,syarikat ini. 
I would accept almost any type of job assignment in order to 
4 
keep working for this company. 
I 2 3 4 5 
Saya sedia menertma apa sahaja jenis tugasan untuk: 
membolehkan saya terus bekerja dengan syarikat ini. 
I find that my values and the company's values are very similar. 
5 Saya dapati bahawa nilai-nilai yang saya pegang adalah sama I 2 3 4 5 
dengan nilai-nilai syarikat. 
I am proud to tell others that I am part of this company. 
6 Soya bangga untuk memberitahu orang lain bahawa saya adalah I 2 3 4 5 




I could just as well be working for a different organization as 
7 
long as the type of work was similar. 
I 2 3 4 5 
Saya yakin boleh bekerja dengan baik di organisasi yang lain 
selagimana untuk Jen is kerja ad a/ah sama. 
This company really inspires the very best in me in the way of 
8 
· ob performance. 
1 2 3 4 5 
Syarikat ini benar-benar membenkan inspirasi kepada saya 
untuk menghasi/kan kerja yang terbaik. 
It would take very little change in my present circumstances to 
9 
cause me to leave this company. 
1 2 3 4 5 
S'aya akan meninggalkan syarikat ini sekiranya berlaku biarpun 
sedikit perubahan terhadap keadaan kerja soya. 
I am extremely glad that I chose this company to work for over 
10 
others I was considering at the time I joined. 
1 2 3 4 5 
Soya amat bangga memilih syarikat ini untuk bekerja berbanding 
dengan yang lain. 
There's not too much to be gained by sticking with this company 
II 
indefinitely. 
1 2 3 4 5 
Tidak ada banyakfaedahnya untuk terus bekerja dengan syarikat 
ini sekimnya tiada halatuju sebenar 
Often, I find it difficult to agree with this company's policies on 
important matters relating to its employees. 
12 tKerap mengala,ni situasi sukar untuk mendapatkan persetujuan I 2 3 4 5 
berkaitan dasar syarikat mengenai isu-isu penting berkaitan 
lpekerja. 
13 
I really care about the fate of this company. 
1 2 3 4 5 
Saya benar-benar mengambil berat tentang nasib syarikat ini. 
For me this is the best of a11 possible organizations for which to 
14 
lwork, 
I 2 3 4 5 
:Sagi saya, int adalah syarikat yang terbaik dika/angan yang 
terpilih. 
Deciding to work for this company was a definite mistake on my 
15 
part. 
1 2 3 4 5 
Keputusan untuk bekerja dalam syarikat ini nzerupakan satu 
kesilapan saya sendiri. 
***End of Questionnaire*** 
Thank you for your cooperation 
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